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to affirmative action which will make equal opportunity a reality. 
Sacramento 
September 23, 1971 
Ronald Reagan 
Governor 
0 
0 
.._ . 
I 
"" I r') 
Uo 
FAIR EMPLOYMENT PRACTICE COMMISSION 
Pier Gherini ___ - -- ---- ---------------------------------------- ___ ___ Chairman 
C. L. Dellums -------------------------------------... ~----------·Commissioner 
Donald D. Diers --------- - -- --------------- _____ ______ _____ Commissioner 
Mark Guerra ------------------ ------------------ . · ______ _______ Commissioner 
Catherine L. Montgomery ____________________________ ___ Commissioner 
Stella C. Sandoval -----------------------------------------------Commissioner 
J. M. S tuchen -----------------------------------------------------Commissioner 
DIVISION OF FAIR EMPLOYMENT PRACTICES 
Roger A. Taylor --------------------------··---------------------------Chief 
Harry S. London - -------------------------------------Assistant Chief 
John M. Thompson ____ _________________ Community Relations Officer 
Charles E. Wilson ------------------------------------------Legal Counsel 
Lloyd Zimpel ------------------·----·---------------··- -Education Officer 
Erwin L. Feiertag_. ____ Area Administrator, Southern California 
George R. Moore ______ Area Administrator, Northern California 
Carol Schiller _______________ Area Administrator, Affirmative Action 
(Paul A. Meaney aerved u Chief from May, 1969 to Aaswt, 1973, aad Mr. Taylor served 
a• a11btant chief dariDg that period.) 
3 
STATE OF CALIFORNIA - AGRICULTURE AND SERVICES AGENCY 
DEPARTMENT OF INDUSRIAL RELATIONS 
FAIR EMPLOYMENT PRACTICE COMMISSION 
dJ GOLDEN GATE AVENUE, SAN FRANCISCO 
Adclrna ,.,,. '•' FEPC, P.O. 1 .. dGl, Scm fra"clwo, CA t.41G1 
Adml"llffa1i•• Oftk• 557-200G 
Ca!l'llllolnt Section 557-2005 
July 1, 1974 
To The Honorable Ronald Reagan 
Governor of California 
Sir: 
Pursuant to provisions of Section 1419(J) of 
the Labor Code of California, a report of the 
California Fair Employment Practice Commission 
and the Division of Fair Employment Practices 
in the Department of Industrial Relations is 
herewith submitted for the 12-month period 
from July 1, 1971 through June 30, 1972. 
Respectfully, 
cZ~ Pi~he~i, Chairman 
Fair Employment Practice 
Commission 
RONALD REAGAN, Gov•rnor 
• INTRODUCTION While the composition of the workforce in California was visibly 
shifting, so that different kinds of people were seen in many kinds of 
jobs and new opportunities for minority and women workers continued 
to open, complaints of employment discrimination in this fiscal year 
continued to rise. In past years, job discrimination was often likely to 
be seen in the light of single and separate incidents, most apparent in 
employers' policies of hiring, firing and promotion. 
Discrimination in the early 70's, however, seemed to be more complex 
and pervasive, with the subleties of bias no longer limited to bread and 
butter issues. Employers still inclined to pursue policies long since de-
clared illegal were apt to resort to devising less obvious blocks to 
equality. 
To the California Fair Employment Practice Commission, as it began 
its twelfth year, it was clear that policy statements of non-discrimina-
tion are valid only if accompanied by effective recruitment, training and 
advancement goals, and by true commitment on every level to policies 
that will insure equal employment opportunity. 
Advisory Groups 
In implementation of the March 1971 U.S. Supreme Court decision 
which ruled out employment tests and practices that have the effect of 
discriminating against minorities, the Technical Advisory Committee 
on Testing undertook as its major project for the year the formulating 
of guidelines on employment testing procedures. 
This was in accordance with Assembly Concurrent Resolution 101 
which directed the Commission to adopt rules and regulations for 
Commission policy criteria pursuant to the purpose and intent of the 
Supreme Court decision. 
The landmark decision on Griggs vs Duke Power Co. declared that 
employers must be prepared to demonstrate that their job tests and 
practices are directly related to the jobs involved and are applied 
without regard to race. (Protected groups under interpretation of the 
decision are those defined by their race, religious creed, color, national 
origin, ancestry or sex. ) 
The proposed guidelines were presented to the Commission for 
recommendations and approval in April 1972. Included in the 30 sec-
tions were those covering definitions of tests, discrimination, test utility, 
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technical feasibility, and disparate treatment; evidence of validity; 
minimum 'requirements for test validation, test security, control of bias, 
and differential validity; requirements for affirmative action; record 
keeping; and exemptions. 
Another major accomplishment of the testing committee was com-
pletion of a survey of local governments in California about the use 
of civil service tests. Results of the survey, to which more than 300 
cities, counties and school districts responded, indicate that only a very 
few civil service tests given job applicants by those bodies actually 
serve the purpose for which they are used-predicting success on the 
job. 
The majority reported few or no procedures to indicate that their 
tests are worthwhile, and only 10 percent of the responses gave evidence 
of any evaluation measures that might establish test validity, according 
to the report. Long-range recommendations for improving civil service 
tests given in the report included exchange of testing specialists be-
tween jurisdictions; a resource pool; joint validation projects, and de-
velopment of an information system to apprise employers of testing 
research. 
Chairman of the Technical Advisory Committee on Testing during 
this period was William C. Bums, while the Women's Advisory Council 
was headed by Helen Thomas, Southern California, and Jane L. Mur-
phy, Northern California. 
Principal project of the Women's Advisory Council was compilation 
and dissemination of Spotlight on Women, a fact sheet about women in 
the labor force, as heads of families, and as wage-earners in com-
parison to men. 
Legislation 
This year brought additional responsibilities for the Commission as 
the result of legislative action covering equal employment requirements 
for public works contractors to the state; affirmative action programs for 
private medical schools; and implementation of the U.S. Supreme Court 
in Griggs vs Duke Power, which deals with discriminatory employment 
tests and selection practices. 
An assembly-initiated measure, adding 1431(b) to the section of the 
California Labor Code which covers the Fair Employment Practice Act, 
assigned to the Commission the duty to investigate, approve and certify 
equal employment opportunity programs on each state-awarded public 
works contract over $200,000. Contractors are required to submit such 
programs to FEPC and, upon approval and certification, put them into 
effect immediately. The Commission was authorized to fix and collect 
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fees necessary for cost of the program, and early estimates indicated 
processing of 200 such contracts annually. 
A senate-sponsored measure establishing a medical contract program 
to provide a sufficient supply of medical professionals for California 
included requiring that certain colleges and universities have FEPC-
approved affirmative action programs to insure equitable recruitment of 
instructors and medical students. 
Sex Discrimination 
Case experience during the first 20 months of administering the pro-
vision prohibiting sex discrimination in employment indicated a higher 
percentage of satisfactorily adjusted complaints than for complaints 
filed for other reasons. 
Close to half ( 43%) the sex-based job discrimination complaints that 
were investigated and closed after investigation during the first 20 
months of the new amendment were satisfactorily adjusted, compared 
to an overall percentage rate of 27 percent satisfactorily adjusted for all 
employment cases filed. About 50 percent were closed on the basis that 
insufficient evidence, or no evidence, of discrimination was found, while 
six percent were closed either because FEPC had no jurisdiction, the 
complaint was withdrawn, or complainant failed to proceed. In three 
out of the total 581 cases opened and closed, accusations leading to 
public hearing were issued. 
Analysis of 116 sex discrimination cases opened and closed during the 
first year in the San Francisco office only, showed that 77 alleged un-
equal work conditions, and 24 involved hiring, while 8 related to dis-
missal, and five to upgrading. One complaint concerned an employment 
agency, and one, union membership. Satisfactory adjustment was ef-
fected in 47 cases studied in this sampling, and 64 complaints were 
dismissed because of insufficient evidence of discrimination. A finding of 
no jurisdiction or complaint withdrawn was made in five of these cases. 
Initially the Commission followed, when relevant, guidelines estab-
lished by the federal Equal Employment Opportunity Commission in 
its investigation of sex discrimination cases. However, drawing on its 
growing experience and that of other states, preliminary guidelines were 
established to help the public understand the law and to bring em-
ployment practices into compliance. Recent federal court decisions were 
also considered in these aids for employers, which covered bona fide oc-
cupational requirements; recruiting, adverti5ing and hiring; equal pay 
and equal job classifications; promotion and seniority systems; employ-
ment agencies; maternity leave and related policies, and affirmative 
action. 
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As Californians became increasingly aware of inequities in the em-
ployment ·Structure and the wide coverage of the law, the number of 
sex-based complaints continued to grow. In 1971 a fedeml court de-
cision eliminated California's state protective laws which limited the 
number of hours that. women could work, and the amount of weight 
they could be required to lift. This removed one of the earlier ambigui-
ties from the amended law and gave the Commission jurisdiction over 
complaints involving such.matters. 
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PUBLIC HEARINGS 
The number of public hearings during this period continued fairly 
high, reaching a total of 16, with the majority of decisions upholding tllC' 
complainant's charge. Eleven of the hearings-including the first sex dis-
crimination hearing-dealt with employment cases and in eight of 
these a panel of commissioners upheld the accusation of discrimination. 
As the result of a hearing in San Francisco, complainant Kurt R. 
Schweizer was awarded $500 in damages and expenses since his dis-
charge by Haran, Inc., of Sunnyvale was "solely because he opposed 
practices forbidden under the Fair Employment Practice Act." 
Schweizer had hired and then refused to fire a black employee in the 
Haran fabric shop in Pacifica and was told his actions were contrary to 
company policy. 
Back pay in the amount of $12,550 was awarded to Helen V. Witt, a 
nutrition consultant, after a public hearing in Los Angeles on her com-
plaint that the Dairy Council of California refused to hire her because 
she was black. Although the Council contended the reason for not 
hiring Ms. Witt was that she was overweight, the FEP panel found 
this was "not the motivating reason for respondent's actions." In order-
ing the Council, an arm of the State Department of Agriculture, to 
employ Ms. Witt and reimburse her for lost wages, the Commissioners 
found that "such ... circumvention of State law is all the more repre-
hensible when the violator is a public or quasi-public body." 
National origin or ancestry was the issue in two public hearings that 
resulted in back pay to women who were discharged because of dis-
crimination. A shoe manufacturer, Sbicca of California, was the re-
spondent in the complaint of Francisca Casares, a long-term employee 
whose work performance suffered after a new supervisor subjected her 
"to continual derogatory and derisive epithets" relating to her Mexican 
American ancestry. The hearing panel ordered payment of $2,636 to Ms. 
Casares. 
In the second case, the complainant was Louise Keller, an American 
Indian employed by Northern lnyo hospital in Bishop, where Indians 
comprise about one-third of the population. Ms. Keller charged the 
hospital refused to rehire her as a laundry supervisor upon her return 
after an approved sick leave. The FEPC decision upheld her contention 
that there had been appropriate openings at the hospital but others 
had been hired to fill them. She was awarded damages of $2,982. 
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Back pay was also ordered after the complaints of two Mexican-
American men were brought to public hearing. One case involved the 
allegation of Ernest Cortez that his layoff in July 1970 by a division of 
Lockheed Electronics Company in Los Angeles was discriminatory, and 
that he was denied both a promotion and a transfer to another Lock-
heed facility. According to the FEPC decision, which ordered payment 
of $8,050, Cortez was the only Mexican-American engineer in his de-
partment at the time of layoff although the facility is located in a pre-
dominantly Mexican American area in Los Angeles, and "other em-
ployees with less seniority were retained" when Cortez was laid off. 
A public hearing on the complaint of Sam Feliz that his demotion 
from a foreman job at Builders' Brass Works was because of his Mexi-
can-American ancestry resulted in an FEPC order for $5,360 in back 
pay. Feliz also charged that his subsequent firing by the Los Angeles 
firm was in retaliation for his filing a complaint with FEPC. 
The commision's first public hearing on a charge of sex discrimination 
involved the complaint of Louise Genung against the Valley Alarm 
Company of Pomona. Although she had worked for seven and one-half 
years as a senior operator and dispatcher for the firm, she was laid off 
in early 1971 because her supervisor "wanted all men in the Central 
Office." Through FEPC intervention she was reinstated with the 
company but was not compensated for wages lost during the layoff 
period. After evidence was presented during a Los Angeles hearing, 
FEPC ordered the company to pay Ms. Genung $1,355 for the wages 
she had lost. 
Back pay was also ordered after a public hearing on the case of 
Frank Tyrone, who charged that his discharge by Smiser Freight Co., 
of Los Angeles, allegedly for stealing, was based solely on his race. The 
decision by the FEPC panel to award Tyrone $5,615 in lost wages noted 
that he was fired after the trucking company's owner had told his 
supervisor to "get rid of all the Niggers; they are all thieves." 
All thme employment cases in which a hearing panel dismissed the 
accusation of discrimination involved charges of racial bias. 
Evidence presented at the Los Angeles hearing on the case of Robert 
Trabue did not indicate that race was a factor in the refusal of em-
ployment by the Ringsby System trucking firm, as Trabue had alleged. 
A similar decision was reached on the complaint of Ron Martin, who 
believed that his discharge as a credit analyst for Broadway Depart-
ment stores was for unjust cause and because he was black. 
Third employment case to be dismissed concerned Walter Minnes, 
who alleged that his July 1970 discharge by Sunshine Specialty Prod-
ucts was because of his Black Muslim religion. The hearing panel 
found that reasons for Minnes' dismissal included failure to do his equal 
share of work and failure to obey reasonable orders. 
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Housing Cases 
In all five public hearings held on cases of housing discrimination, 
the decision was in favor of the complainant. In two cases, apartment 
building owners were ordered to pay maximum damages of $500 be-
cause they refused to rent to blacks, and suitable apartments were not 
available at the time of the hearing. One case involved Barbara Allen 
who was denied a Richmond apartment hy Glen and Velma Jones, 
while the second decision ordered payment hy Santa Ana apartment 
owner Harold Sipc, who had refusc>d a rental to Doris Ennis. 
An Oakland landlord's refusal to rent an apartment to an interracial 
couple resulted in an FEPC order for payment of $300 damages to 
Roy and Mary Miles, who were denied rental of an apartment by Lee 
W. Wilson. The same amount was ordered after a hearing on the com-
plaint of George E. Carter, who was refused rental of a three-bedroom 
apartment in Oakland owned hy Jose P. Garcez. Damages of $300 
were assessed against Nina O'Neil, owner of apartments in Sacramento 
after she denied rental to Evon Gorman because of the latter's race. 
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INFORMATION AND EDUCATION 
As the Commission receives further responsibilities through legisla-
tive revision of the fair employment and fair housing statutes, addi-
tional efforts must be made to acquaint the public about the changes 
and their anticipated effects. To accomplish this, FEPC carries out an 
extensive information and education program keyed toward the various 
groups particularly affected, as well as the general population. 
Interpretive publications, newsletters, reports, posters, brochures, 
press releases and audio-visual displays are among the informational 
tools used in this on-going program. The project also includes a speaker 
service and a large reference library used by both staff and by students, 
public and private agencies, employers, and other groups seeking 
information about the Commission itself, discrimination, civil rights 
activities, history of minority groups and related subjects. 
Inclusion of the sex discrimination prohibition in 1970 necessitated 
compilation of background material on this subject, as did increased 
emphasis on the importance of safeguards in the employment testing 
process, which brought requests from the public for data in this field. 
Distribution of such material, both on a routine and a requested 
basis, frequently involves mailing thousands of separate pieces of liter-
ature each month, as well as providing research assistance for visitors to 
the library. 
Speaker Service 
FEPC' s speaker service, another useful instrument for informing the 
public about the state's anti-discrimination policies, this year directly 
contacted nver 8,000 persons through appearances of staff and Com-
missioners at scores of seminars, conferences, training sessions and 
public meetings. The service also provided FEPC panelists and speak-
ers for many radio and television programs throughout the state. 
Audiences included civic groups, college and high school classes, 
human relations committees, personnel managers, real estate boards, 
unions, both employee and employer representatives, state and federal 
agencies, legal aid societies, ethnic organizations, service clubs, 
women's alliances, and teachers associations. 
Among the varied organizations were the League of Women Voters, 
Golden Gate University, International University in San Diego, South-
em California Public Personnel AssoCiation, Compton and Bakersfield 
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chapters of the National Association for the Advancement of Colored 
People, Los Angeles County Human Relations Association, Hastings 
Law School, Communication Workers Union of America, California 
Assembly Labor Relations Committee, Alameda County Real Estate 
Board, Castlemont High School in Oakland, Kaiser Industries, Ade-
lante, Lockheed Aircraft Black Caucus, National Organization for 
Women, Kit Carson School in Sacramento, Federation of Labor Ex-
tension Program, Merit Employers Association and the Department of 
State Summer Crossroads Program. 
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COMPLIANCE THROUGH 
INDIVIDUAL 
EMPLOYMENT CASES 
During this period, the number of new employment individual cases 
continued at the same high rate as in the last few years, beginning in 
1967, when the total intake was 746. This year's total of 2,031 was 
substantially the same as 1970-71, although there were fewer com-
plaints alleging discrimination on the basis of race or color. An ex-
pected rise in the number of sex discrimination complaints accounted 
for the overall increase. 
The number of cases closed-1,980-and the number active in the 
period--3,085-reached a new high for the Commission. The latter 
Table 1 
SUMMARY OF INDIVIDUAL EMPLOYMENT CASES 
FILED, CLOSED, AND IN PROCESS 
FISCAL YEAR 
July 1-June 30 
ACTIVE IN IN PROCESS 
FILED CLOSED PERIOD June 30 
1971-72 ........ .. ........ . 
197Q-71 ........... . ...... . 
1969-70 .......... .. ...... . 
September 18, 1959-June 30, 1972 
2,031 
2,021 
1,343 
1,980 
1,819 
1,251 
3,085 
2,873 
2,103 
Individual cases filed ............ . . . .. . . . . ............ . ......... . 
Individual cases closed ... . ... . .. . . ... . .. . ...................... . 
In process, June 30, 1972 ..... . ................................ . 
NOTE: Section 1421 Investigations are not included in these report figures. 
1,105 
1,054 
852 
13,355 
12,250 
1,105 
figure is more than two-and-a-half times the comparative figure for 
1967, which was 1,216. 
Between Sept. 18, 1959, when the California Fair Employment Prac-
tice Act went into effect, and June 30, 1972, there were 13,355 individ-
ual employment cases filed and 12,250 closed. 
Race or color accounted for 55 percent of complaints filed, national 
origin or ancestry for 21 percent and sex discrimination for another 20 
percent. This was the first full year of FEPC jurisdiction in regard to 
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job discrimination based on sex. Complaints by the Spanish-surnamed 
totalled 335, and those hy American Indians, 43, which is more than 
twice that of any previous year. This period also brought more com-
plaints by Caucasians who alleged discrimination because of their race 
or color. 
Table 2 
EMPLOYMENT CASES OPENED: 
ALLEGED BASIS OF DISCRIMINATION 
IN INDIVIDUAL COMPLAINTS 
1971-72 CASES ALLEGED BASIS OF 
DISCRIMINATION NUMBER PERCENT 
Race or color ...................... . 
Negro ............................ . 
Asian ........................... . 
Other non-white .................. . 
Caucasian ........................ . 
National origin or ancestry ............ . 
Spanish surname ................... . 
American Indian .................. . 
Other ........................... . 
Creed ......... . ................... . 
Jewish .......................... . 
Protestant, Catholic and others ....... . 
Sex ............................... . 
Otherb ......................... . .. . 
Total •........................ 
1,126 
1,016 
40 
9 
61 
432 
335 
43 
54 
57 
25 
32 
401 
15 
2,031 
55 
50 
2 
. 
3 
21 
17 
2 
3 
3 
1 
2 
20 
100• 
• Less than lh of 1 percent. 
b Includes opposition to discrimination, association with penons of another ethnic group, etc, 
• Detail percentages do not equal total because of rounding. 
Table 3 
EMPLOYMENT CASES OPENED: 
ALLEGED DISCRIMINATORY ACT 
1971-72 CASES 
ACT NUMBER PERCENT 
Refusal to hire ...... . ............... . 506 25 
Dismissal from employment ........... . 975 48 
Refusal to upgrade . ................. . 
Unequal work conditions ............. . 
Employment agency or business school 
referral withheld .................. . 
204 10 
609 30 
21 
Union membership withheld and other 
union discrimination ........ . ...... . 62 3 
Othera ............................ . 2 b 
- --
Total. ....................... . 2,031 100 
NOTE: Detail adds to more than total since more than one act may be alleged. 
•May include failure to register in a vocational school, withholding job reference, failure to 
pass in oral examination, test discrimination or retaliation. 
b Less than lh of 1 percent. 
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any previous year. Similarly, more Caucasians ffied complaints alleging 
race or color as a basis for discrimination than in any earlier year. 
Dismissal from employment continued as the discriminatory act most 
frequently listed, accounting for 48 percent of cases, a slightly lower 
proportion than in recent years. Unequal work conditions accounted 
for 30 percent of the year's complaints, and refusal to hire for 25 
percent. 
Satisfactory adjustment was achieved in 27 percent of the cases 
closed this year, a proportion consistent with past experience. In 64 
Table 4 
EMPLOYMENT CASES CLOSED: 
TYPE OF DISPOSITION 
1971-72 CASES 
TYPE OF DISPOSITION 
Complaint withdrawn or failure 
to. p~oc~e~ ............... . 
No JUrasd1d1on ............. . 
No discrimination or insufficient 
evidence of discrimination 
found ................... . 
Satisfactory adjustment ....... . 
Closed through public hearing .. 
Total. ............... . 
NUMBER 
113 
65 
1,260 
531 
11 
-
1,980 
PERCENT 
6 
3 
64 
27 
1 
--
100b 
• Includes cases closed for lack of jurisdiction. 
b Detail percentages may not add to total because of rounding, 
9/18/59 to 6/30/72 
NUMBER PERCENT 
1 ,141• 9"' 
8,102 66 
2,970 24 
37 1 
-- --
12,250 100 
percent of cases closed, the Commission found no evidence or insuf-
flcient evidence of discrimination, six percent of the cases were closed 
because the complainant withdrew the allegation or otherwise failed to 
proceed, and in three percent of the cases, the Commission had no jur-
isdiction. Fewer than one percent were closed through the public hear-
ing process. 
In more than 90 percent of the total cases ffied, as well as those 
closed by corrective action, the complaints were against private em-
ployers. Public employers were involved in about 3 percent of the 
cases, and labor organizations in roughly the same proportion. 
Close to half of the year's complaints were flied in Los Angeles office, 
one-third in San Francisco, and the remainder in the three branch 
offices. 
The occupational categories most often involved in complaints were 
operative, clerical and crafts, while professional and technical em-
ployees and those in service jobs each accounted for about 12 percent. 
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Table 5 
EMPLOYMENT CASES OPENED AND 
NUMBER CLOSED BY CORRECTIVE ACTION: 
TYPE OF RESPONDENT 
1971-72 
CASES CLOSED BY 
CORRECTIVE 
TYPE OF RESPONDENT OPENED AGION 
Private Employer .................... . 
Manufaduring .................... . 
Transportation, communication and 
other public utilities ............. . 
Construdion ...................... . 
1,891 494 
711 197 
244 61 
42 11 
Wholesale and retail trade .......... . 317 76 
Hotels and restaurants .............. . 128 32 
Finance and insurance ............... . 265 64 
Business services .................. . 162 48 
Other (agriculture) ................ . 22 5 
Public Employer .................... . 
County .......................... . 
State ............................ . 
71 18 
13 4 
8 2 
City ............................. . 
Schools .......................... . 
12 3 
24 6 
Public hospitals ................... . 
Employment agency ............... . 
.. 
14 3 
Private employment agency ........... . 7 2 
Labor organization .................. . 62 17 
- --
Total. ....................... . 2,031 531 
Table 6 
EMPLOYMENT CASES OPENED AND 
NUMBER CLOSED BY CORRECTIVE ACTION: 
OFFICE WHERE COMPLAINT WAS FILED 
1971-72 CASES 
CLOSED BY 
CORREC-
TIVE 
OFFICE LOCATION OPENED PERCENT ACTION PERCENT 
San Francisco ....... . ....... . 672 33 243 46 
Sacramento ........... . ..... . 94 5 29 6 
984 48 182 34 
175 9 59 11 
106 5 18 3 
Los Angeles ............... . 
San Diego .... . ............ . 
Fresno ........ . . . .......... . 
- -- -- --
Total. .............. . . 2,031 100 531 100 
18 
Table 7 
EMPLOYMENT CASES OPENED AND 
NUMBER CLOSED BY CORRECTIVE ACTION: 
TYPE OF OCCUPATION 
1971-72 CASES 
CLOSED BY 
CORREC-
TJVE 
TYPE OF OCCUPATION OPENED PERCENT AGION PERCENT 
Clerical ................... . 407 20 78 15 
Crafts ..................... . 311 15 67 13 
Laborers ................... . 28 1 17 3 
103 5 22 4 
610 30 159 30 
245 12 79 15 
Managers and Foremen ....... . 
Operatives •................. 
Professional and technical ..... . 
Sales ...................... . 86 4 46 9 
Services ................... . 241 12 63 12 
- -- -- --
Total. ............... . 2,031 100 531 100 
NOTE: Detail percentages may not add to total beeanse of ronnding. 
An offer of immediate hire, upgrading, rehire or reinstatement was 
agreed to by the employer in more than half the cases closed by cor-
rective action. Other measures suggested and approved include com-
mitment to hire, rehire, etc., correction of unequal working conditions 
Table 8 
EMPLOYMENT CASES CLOSED BY 
CORRECTIVE ACTION: 
TYPE OF ACTION TAKEN 
1971-72 CASES 
TYPE OF CORREGIVE AGION NUMBER PERCENT 
Offer of immediate hire, upgrading, re-
hire, or reinstatement. ............. . 
Commitment to hire, rehire, reinstate or 
upgrade For the next opening ........ . 
Working conditions correded ......... . 
Back pay granted .................... . 
Fair employment policy promulgated or 
strengthened• ..................... . 
Labor union pradices correded ........ . 
Employment agency referral agreed to ... . 
Recruitment sources broadened ........ . 
Monetary settlement ................. . 
307 58 
58 11 
79 15 
46 9 
256 48 
17 3 
5 1 
125 24 
79 15 
- --
Total. ....................... . 531 100 
NOTE: Detail adds to more than total since more than one type of action may be agreed to In 
a single ease. 
• Inclndes ceasing nnlawfnl pre...,mployment practices, etc. 
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or labor practices, and settlement of monetary differences or granting of 
back pay. Besides the primary corrective action, many employers 
agreed to broaden their recruitment sources, and in general strengthen 
their equal opportunity programs. 
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BROAD COMPLIANCE AND 
COOPERATIVE PROGRAMS 
AFFlliMATIVE ACTION AND SECTION 1421 
INVESTIGATIONS 
In addition to processing a growing number of individual complaints, 
the Commission this year further expanded its activities in the affirma-
tive action field. Although authorization for such programs was not 
explicitly added to the California Fair Employment Practice Act until 
1967, the Commission since its earliest years has endorsed the concept 
of affirmative action to open up advancement opportunities and to 
undo the effects of past discrimination that has long held many work-
ers in low-paying, dead-end jobs. 
An affirmative action section within the agency was created in 1969 
and eventually was given responsibility both for directing the voluntary 
programs designated affirmative action and for conducting extensive 
in-depth investigations as authorized under Section 1421 of the Act. 
Staff members assigned to this section also provide technical assistance 
to employers that seek guidance in establishing and carrying out effec-
tive equal opportunity programs. 
In June 1971 the Commission was requested to undertake its most 
comprehensive investigation, a study of the employment practices of 
major utilities and transportation companies in the state. The request 
came from a coalition of more than a dozen civil rights, Mexican 
American and women's groups, critical of the companies' alleged unfair 
hiring and promotion policies for minorities and women. 
Preliminary surveys indicated most of the 11 firms named were in 
need of Commission guidance to correct widespread inequities. 
Among findings revealed by further investigation were-
In one utility firm with over 12,000 employees, minority workers held 
less than 5 percent of the positions in the top three job categories, but 
comprised 33% of employees in the three lowest. While 54% of non-
minorities in that firm earned over $1,000 monthly, only 16% of minor-
ity workers were in that pay range. Male employees of the utility held 
89% of the highest paying jobs, while 93% of the female workers were 
in the seven lowest pay grades, and no women were in the top four 
salary ranges. 
Among FEPC recommendations were an increase of the firm's minor-
ity workforce so that by 1976 the representation should be 10% blacks, 
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18% Spanish-surnamed, 2 percent Asians and 0.9 percent American 
Indians. Similar timetables were suggested for increased hiring of 
female employees and for adjusting salary inequities. 
In another firm, the investigation revealed that promotional and pay 
inequities were present even though the number of minority workers 
had doubled in the last 6 years, to reach 16.2% of total personnel. 
There was a low percentage of minorities in top jobs and a high pro-
portion in the lowest classifications. Continued discrimination against 
women excluded them from 60% of the jobs, decreased their total 
number and kept all but a few from the higher salaried positions. 
Among corrective measures suggested by FEPC were achievement of 
parity between minority personnel and the area's population by 1976, 
with parity in designated job categories by 1980, and increased hiring 
of women to reach specific goals by 1982. 
Deficiencies such as ineffective recruiting and failure to promote or 
transfer minority or women employees earlier victimized by discrimina-
tion were found in one of the transportation companies which fell short 
of acceptable FEPC standards and was directed to take remedial 
action. 
The over-all investigation, still in progress at the end of the fiscal 
year, was expected to affect the jobs of some 25,000 minority and 
women employees throughout the state. Ultimately, nearly 100,000 
employees of the 11 firms may profit, since the intensive examination 
has been instrumental in effecting changes that are beneficial to the 
entire work force. 
Other Projects 
First project undertaken by FEPC based primarily on alleged in-
quities for women workers was that of a Northern California county 
government with a workforce of about 1,200. As the result of that 
study, which included a review of ethnic minority group employees, 
the Commission recommended establishing a strong affirmative action 
policy, improved recruitment and job-advertising policies, in-service 
training classes, and review of application forms and tests. 
When the city manager of a small Southern California community 
requested FEPC affirmative action assistance, the City had already 
taken many positive steps toward achieving equal employment oppor-
tunity. However, investigation revealed a pattern of inequality and 
underutilization of minority workers on the payroll. Although 130 of 
the total 517 employees were Spanish-surnamed, 63 percent of these 
workers were in the two lowest job categories. 
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All but 4 of the city's 16 black male employees were in the two 
lowest job categories and all minority female workers were confined to 
two classifications-laborer and clerical. Minority and female em-
ployees were poorly represented in supervisory, administrative and 
managerial positions. 
FEPC recommendations for improvement in this instance included 
amendment of job bulletins to eliminate bias because of an applicant's 
sex; revision of employee handbooks and personnel rules; deletion of 
objectionable questions on application forms, and review of testing and 
selection procedures. 
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FAIR HOUSING PROGRM1 
The Commission set forth during this period a number of guiding 
principles to facilitate administration of the fair housing law. Real 
estate groups, landlords, fair housing committees and other organiza-
tions concerned with implementing the law were notified of the guide 
which represents legal interpretation of the 1963 Act in light of FEPC 
experience. 
Among points of special interest were: 
0 In conciliating housing discrimination cases, the Commission shall 
make every effort to include an affirmative action program in the agree-
ment, which would include compliance reports from the respondent to 
the Commission. 
0 Respondents in such discrimination cases should retain applica-
tions and other records on file for at least 60 days. 
0 Respondents violate the Act if they do not provide equal service 
to the public generally and to applicants in particular. Persons with 
the authority to sell or lease a housing accommodation must make all 
appropriate services available to all the public on an equal basis. 
0 Every person subject to Section 35720, Subsection 6, of the Health 
and Safety Code (those in the housing business) shall encourage post-
Table 9 
SUMMARY OF HOUSING CASES FILED, 
CLOSED, AND IN PROCESS 
FISCAL YEAR FILED CLOSED 
IN PROCESS 
June 30 
1971-72 .................. . 
197Q-71 .................. . 
1969-70 .................. . 
1968-69 .................. . 
1967-68 .................. . 
1966-67 .................. . 
1965-66 .................. . 
1964-65 .................. . 
•1963-64 ................. . 
September 18, 1963-June 30,1972 
346 
375 
415 
348 
285 
188 
116 
108 
135 
314 
344 
361 
268 
263 
196 
61 
124 
84 
301 
269 
238 
184 
104 
82 
90 
35 
51 
Total filed. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2,316 
Total closed................................................. 2,015 
In process, June 30, 1971 . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 301 
• Fair Howing law became ellective September 18, 1963. 
25 
ing, in a conspicuous place or places on the premises, a notice which 
sets forth excerpts of the Act and such relevant information as the 
Commission deems necessary to explain the Act. 
Such notices have been distributed throughout the state. 
Intake of housing cases decreased for the second successive year, 
after a record high case caseload of 415 in 1969--70. This year's 314 
cases brought the total number of housing complaints filed since the 
law's 1963 inception to 2316, with 2015 of those closed and 301 in 
process on June 30, 1972. 
Although race or color continued as the principal basis alleged for 
complaints brought to the Commission, the proportion of those who 
charged this reason continued a gradual decrease. This year's total of 
72 percent in that category is in marked contrast to that of five years 
earlier in 1966-67, for example, when 97 percent of housing complain-
ants encountered bias because of race or color. Additionally, in 1966-67, 
93 percent of complainants were black, while this year's 232 cases in 
that category accounted for only 67 percent. 
Table 10 
HOUSING CASES OPENED: 
ALLEGED BASIS OF DISCRIMINATION 
1971-72 CASES ALLEGED BASIS OF 
DISCRIMINATION NUMBER PERCENT 
Rac:e or color ....... . .... . .... ... . .. . 
Negro .... ... . ..... . ...... .. . .... . 
Asian .................... ..... .. . 
Caucasian ............ .. ... ... . ... . 
Other non-white ............ .. .... . 
National origin or ancestry .... ........ . 
Spanish .............. ...... .. . .. . . 
American Indian ......... ...... .. . . 
Other . . . . .. ..... . . .. .. .. . . . . ... . . 
Creed .... . ... .. .. . . . . .... .... .. . .. · 
Jewish ... . . .. .... . . .... . . . .. .. . . . 
Other .. ..... . .. .. . ... .. ...... . .. . 
Opposition to discrimination; association 
with persons of another rac:e; inter-racial 
couples ................ ...... ... . 
Total. .................. . . .. . . 
249 
232 
7 
3 
7 
26 
19 
3 
4 
3 
2 
1 
68 
346 
• Less than Jh of 1 pereent. 
NOTE: Detail percentage may not add to total because of rounding. 
72 
67 
2 
1 
2 
8 
6 
1 
1 
1 
1 
• 
20 
100 
The alleged basis of discrimination that has steadily increased over 
the last several years is that covered by "opposition to discrimination, 
association with persons of another race, interracial couples and the 
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like". Complaints citing this reason accounted for 20 percent of current 
cases, while national origin or ancestry was alleged in 8 percent and 
religious creed in only one percent. 
Consistent with former years, a refusal to rent a housing accommoda-
tion was the most frequent cause for complaint, although this was 
charged less often than in some previous periods, while "refusal to 
show" accounted for a larger proportion than earlier. Eviction or 
Table 11 
HOUSING CASES OPENED: 
ALLEGED DISCRIMINATORY ACT . 
1971-72 CASES 
ACT NUMBER PERCENT 
Refusal to show ...... . .. . . . ... ... . .. . 
Ref usa I to rent ............... ... .... . 
Ref usa I to sell ............... ... .... . 
Refusal to grant equal terms ... . .... . .. . 
Eviction or threatened eviction ....... . . 
Other- . .. ................. . . . . . . .. . 
Total. . ... . .• .. .. . .... . ..... . . 
• Loan withheld, aiding and abeHing, etc. 
56 
165 
10 
28 
80 
7 
346 
16 
48 
3 
8 
23 
2 
100 
threatened eviction was alleged in 23 percent of cases, refusal to 
grant equal terms in eight percent, refusal to sell in three percent, 
and other actions such as withholding a loan" or aiding and abetting 
discriminatory practices in two percent. 
The satisfactory adjustment rate of 60 percent for housing cases 
closed during this period was more than double the similar figure of 
Table 12 
HOUSING CASE'S CLOSED: 
TYPE OF DISPOSITION 
1971-72 CASES 1963-72 CASES 
TYPE OF DISPOSITION NUMBER PERCENT 
Complaint withdrawn ......... 24 !} No jurisdiction .............. 11 
No discrimination found ...... 86 27 
Satisfactory adjustment. .. . .. . . 188 60 
SeHied through public: hearing . . 5 2 
-- --
Total .. ... ... . . . .. . . .. 314 100 
NOTE: Detail percentage may not add to total because of rounding. 
• Inclndes cases closed for lack of jurisdiction. 
NUMBER PERCENT 
305• 15• 
650 32 
1,030 51 
30 2 
-- --
2,015 100 
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Table 13 
HOUSING CASES OPENED AND 
NUMBER CLOSED BY CORRECTIVE ACTION: 
TYPE OF RESPONDENT 
CLOSED BY 
CORREC-
1971-72 CASES TIVE 
TYPE OF RESPONDENT OPENED PERCENT ACTION PERCENT 
Apartment owner ....... . .... 170 49 99 53 
Apartment manager ..... . . . . . 113 33 56 30 
Tract developer .............. 5 1 8 4 
Trailer· court owner ........... 8 2 3 2 
Real estate company and owner. 29 8 15 8 
Mortgage company .......... 2 1 3 2 
Individual home owner ........ 19 6 4 2 
-- -- -- --
Total. ........... .. ... 346 100 188 100 
NOTE: Detail percentages may not add to total because of rounding. 
27 percent for employment discrimination cases. These percentages for 
both types of complaints have not fluctuated appreciably in the last 
several years. 
Complaints were withdrawn in eight percent of cases, no evidence or 
insufficient evidence of unfair treatment was found in 27 percent of the 
cases, and the Commission had no jurisdiction in four percent. Cases 
settled through public hearing accounted for approximately two 
percent. 
Apartment owners and managers were respondents in over 80 per-
cent of the 346 housing cases lodged and also in the 188 cases closed 
by corrective action. Trailer court owners, mortgage companies and 
Table 14 
HOUSING CASES OPENED AND 
NUMBER CLOSED BY CORRECTIVE ACTION: 
OFFICE WHERE COMPLAINT WAS FILED 
CLOSED BY 
CORREC-
1971-72 CASES TIVE 
OFFICE LOCATION OPENED PERCENT ACTION PERCENT 
San Francisco .. . . . . . . . ...... . 171 49 89 47 
Sacramento ................. . 12 4 8 4 
139 40 75 40 
18 5 13 7 
Los Angeles ............... . 
San Diego ................. . 
Fresno ..................... . 6 2 3 2 
- -- -- --
Total ...... . ......... . 346 100 188 100 
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tract developers accounted for some 10 percent of cases, while individ-
ual home owners, or a real estate firm and owner together, comprised 
the rest of the respondents mentioned. 
For the first year a slightly greater number of cases was filed in San 
Francisco and the northern area of the state, despite the heavier popu-
lation covered by the Los Angeles office in the southern area. 
Table 15 
HOUSING CASES OPENED AND 
NUMBER CLOSED BY CORRECTIVE ACTION: 
TYPE OF ACCOMMODATION 
TYPE OF ACCOMMODATION 
Single family non-tract home ...... . ... . 
Apartment. ........................ . 
Tract house ......................... . 
Trailer space ........................ . 
Homesite .......................... . 
Total. ....................... . 
NUMBER OF CASES 
1971-72 
CLOSED BY 
CORRECTIVE 
OPENED ACTION 
45 
283 
5 
8 
5 
346 
13 
165 
2 
5 
3 
188 
Consistent with the ratio of types of respondents, over 80 percent of 
housing cases opened and successfully closed involved apartments, as 
shown in Table 15. Single family non-tract homes accounted for the 
Table 16 
HOUSING CASES CLOSED 
BY CORRECTIVE ACTION: 
TYPE OF CORRECTIVE ACTION 
TYPE OF ACTION 
Offer to show .......................................... . 
Offer to rent ........................................... . 
Offer to sell ............................................ . 
Eviction rescinded ...................................... . 
Offer of next vacancy .................................... . 
Aiding and abetting practices corrected ..................... . 
Monetary settlement ..................................... . 
Total. ........................................... . 
NUMBER OF CASES 
1971-72 
12 
91 
17 
48 
6 
8 
32 
188 
NOTE: Detail adds to more than total since more than one type of action may be agreed to in a 
single case. 
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next largest percentage, while tract houses, trailer space and homesites 
were involved in only about 5 percent. 
The remedies used most frequently in the 188 cases closed by cor-
rective action involved an offer to rent or an eviction rescinded. In 17 
percent of these cases a monetary settlement was involved, very often 
in accompaniment with other remedies. An offer to show, to sell, or of 
the next vacancy was the remedy agreed to in 19 percent of these 
cases, while in some four percent the respondent corrected practices 
judged to be aiding or abetting discrimination. 
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